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INTRODUCTION ' " \ • ' . 

. The situation: it is the tenth frame", Chuck is the anchor on the 

" r 

bowling team, the opiJonents have already finished and he needs a mark, 
•strike or spare, in order to win the^game and first place^^ Slowly, 
,-methodically Chuck precedes to in* his five step delivery. He releases, 
the ball in a wide sweeping arc which carries two boards from the gutter. 
As the team await's the familiat hook toward the'poelcet, the unforgivable 
takes place. The ball falls Into the gutter! Chuck's team lo^es ! ! The 
following discus-sion takes place, ' Chuck: I knew that there was'^oo much - 
wax on the lanes. I fleed a rubber ball, not the plastic one, and another 
'J|ing I knew that the wall on lane one t^ould give lef t-handfed bowlers like 
me more trouble. Chuck's teammates smile 'silentljr^ but their dinner thoughts 
are more like: Gee he really ruined our chances for first place. As the 
team s anchor- all he needed was a mark, instead he choked xmder pressxjre. 

JJpe next sitxiation involves leadership performance counseling. 

A cadet female leader who is doing poorly in military development 
discusses her performance with- a tactical officer. Quite often there is 
a b^sic difference between the opinions of the two. ' The cadet; in 
attempting to urjderstaiyi and explain the inadequate performance, is^* 
usxially able to point to sitxiational barriers such as too little time, 
too many work tasks required simultaneously, or inadequate support from 
followei^s -under the leader's control. The £actical officer may in a ^ 
display of empathy nod, and may wish, to '.believe, '1>ui5 deep 'down in one's 
heart of hearts usually disagrees. Tlie Tactical Offircer is convinced ^* 
that poor performance is not dxie^to situational factbrs. Rather, tke 
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Tactical Officer believes instead that the failure is due to. enduring 
attributes of 'the cadet, her sex, ,to lack of ability, personal ineptitude, 
lack o:^ -proper personal motivation. In both of*these instances' the actors* . 
perceptions of the 'causei of their behavior are at variance w^th those held 
by. outside observers. The actors' view* of Behavior underscore the iippor- ^ 
tance of sitToational il^ctors which influence* behavior . The observers* view 
emphasize -the role of stable personal dispositions within the "actors. 

There have been^several studies which have examined specific cogni^i^e 
forces impelling actors to attribute their behavior to situations in the 
environment and observers to attribute the same behavior to personal 
characteristics of the actors (Jones & Davis 1965; .Jones & Nesbitt 1972; ^ 
Kelley, 1973). Although these studies show that attributions are sensitive 
to interaction effects between the attributes of ^e person and hi^ or her 
environment, the 'sex-role context of attributions regarding . females and 
miles performing the same 4ask has npt beefn ade'quately explored (Rose, 
1978).,, For example,' in masculine sex- typed tasks, similar performances by / 
fe^iales and males is perceived to be caused by different factors. SucceSs- 
ful male performance^is more often attributed to dispositional factors 
such as skill and ability, and successful female performance is more often 
attributed to" si'txiational factors such as luck & simplicity oi task (DeSux 
& Emswiller 1974, - Terborg 6c Ilgen 1975, Rice, Bender & Vitters , l980) . 
Other research ."^ (Feldman-SiJiiimers & Kiesler 1974; Feather &. Simon, 1975), 
reports that the sex- type of. the task' affects attributions but not in a 
consistent manner. For example the cause of female success is not always 
attributed to 'external attributions ^ch as luck. They foimd tha^t internal 
motivation and to a lesser extent luck were attributed for favorable out- 



comes for- worien. Th*us , the notion "if you are number two, you try harder*. 



Thfere is also theoretical backgromd from sex role stereotyping to suggest 
that females will do,.poofly . in masculine sex- typed 'tasks (Schein, 1973; 
O'Leary 1974; Bender 1979). Thus females in non- traditional roles, would 
be expected to do poorly in leading male subordinates. According to Rose 
(1978') such situations involve masculine sex-t^rped occupation with croM- 
sex behaviors. In contrast, a male managing predominantly male followers 
would be expected to perform well because the role, is masculine and require 
no cross-sex behaviors. .If in these two ekamples both -male and female 
leadfers demonstrate comparable performance, many people woiild be more 
surprised at the unexpected outcome for females than "for males. This 
reasoning is supported by the findings of Bass Krusell & Alexander (19^^) 
By classifying data in terms of leader's interaction ^ith women (none, 
subordinate,, peer, superior), they fotond that men who did not work fot 
women had more positive^egard for women than men who did work for women, 
and the least favorable' sterelotypic attitudes toward working women were 

expressed by male leaders in superior positions to women. The relationship 

' . • i. 

between sex- stereotyping in qiasculine sex-t3rpe tasks with cross sex inter- 

actions for leaders and followers is not well imderstood .n How salient ' 

are those factors in determining leader performance , y and if present how 

durable or ^lasting do these effects remain?, 

THE PRESENT STUDY ' . 

The purpose 'of this study is to" assess the generali^iy of an interest- 
ing at titudinal" phenomena described in a previous laboratory study of West 
Point cadets; Rice, Bender and Vitters (L98D) found that male followers'' 



attitudes toward the_^role of. women in society influenced |:he Vay these' 
followers responded to male ahi female leaders. \ 

The Rice et al. (1980) study showed' that inale followirs holding 

t ^ V ft , ' 

traditional views^toward women's roles iii society made less favorable 
judgments about«4he causes of group and leader 'pe^mance in groups led 
by females than in groups led by males. These followers indicated that 
the leader's hard work and the cooperation o'f followers played a less 
powerful role in groups with female leaders than in groups with male 
leaders. Also, ^hese traditional followers attributed luck as. being' a . 
stronger determinant of perfprmance in groups with. female leaders than in 
groups with male 'leaders . ■ i . • 

, Male followers with egalitarian attitudes toward the role of women 
showed just the opposite pattern of bias in their attributional judgments. 
These followers made more favorable attributions for female leaders- than 
for male leaders (e . g ., regarding the extent. to which group, or leader 
performance was determi<ned by .the leader's hard work or follower coopera- 
tion). Regarding the less flattering factor of. luck, egalitarian followerj? 
said that this was a stronger factor in male- led groups than in female-led 
groups. • . • ' 

This leadership s-tudy provided the data necessary to test the generality 
of ihe previously reported bias related to "the sex role attitudes of fol- 
lowers. Several important similarities and differences between the previous 
and present study give special me'aning to such a test. . ■, ' . 

Both the studies were conducted with cadets at the U.S. Military, 

Academy.- ' ' ' 



, . Both studies used the same format for assessing attributional 

\ ' ■ ■ - 

judgments^ regArdihg the qauses. of unit performance. 

. The previous study was conducted in the- artificial, context of a •» 

two-hour laboratory simulation while_j6he; pre sent 'dat^ was ..collected '' 

. in the real-life context of a seveii-week military t^dining environ- 

ment (Cadet Basic Training, CBT, and Cadet Field Training; CFT)_. 

, The previous study had only male fpllowers while the present study 

^ had both male and female cadets in follower roles. 

. The previous study used the Spence and Helmreich (1972) Attitudes 

toward Women Scale, AWS , to assess beliefs regarding the role that 

women should play in society at large. The present study used the 

Army Research Institute? Attitudes toward Women in the Military 

Scale (ARIAUS) . The ARIAWS is more limited and specific in con- 

^ . ^ tent ■ than ■ the AWS in that .the ARIAWS considers the role of women 

in only one of society^'^s institutions: the .military.- 'Protest 

. • '(1979) reports a correlation ' of ,59 between SRIAWS aipd AWS. \ 

; ' -The previous study reported the bias of sex role attitudes only ■ 

' for attributional judgments.' The present study explored for" s^ch 

4 • * 

bias in both attributional judgments and follower evaluations of 
leader success in terms of five criteria: leader effectiveness, -t 
uiit effectiveness, follower satisfaction with leader, /follower 
satisfaction with peers, and follower's satisfaction with assign- 
ment. , 
In light' of both the results ^.eported by Rice, Bender and Vitters 
(1980) and the construct proposed to be measured by the ARIAWS, we'offered 
the following hj^jothesis concerning the reactions of persons with traditional 
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■attitudes toward the role of women in the military. - ^ ' S 

Hypothesis 1» : Followers with traditional attitudes toward the role ' 
•of women in thfe military^ respond^ to male leaders jnore favorably than 
to 'female leaders (both in terms of fttributidnal judgments and direct 
assessments of leader success) . . * 



. It is less clear what to expect frjzJm followers holdi'tig egalitarian 
attitudes toward the role of women and'^en in the military. \» As these 
individuals feel men and womerf^ should play ^ equally strong' role in 
military, we might expect them to show no difference in the ^ay they 
respond to male and female leaders." However, irl the ^laboratory , study *• i 
bias was fottnd favoring female leaders in the ^ responses of followers with 
egalitarian attitudes. 'Thus., we have some justification -for each tff the 
following alternative hypotheses. ' • 



Hypothesis 2 : Followers with egalitarian attitudes toward the rol^ 
of women in the military show one of two patterns r 

2a) They respond to .female leaders more favorably/ t-han to male 
leaders| (both in terms of attributfonal judgments and dijrect 
assessment leader success); ^ n^^^ , 



2b) ^^They respond no differently to male and female leaders (both 
in terms of attributional judgments and direct Nassifesisment of 
leader success). . 



' . . ' ' Y • ■ METHOD • 

: Subjects ' . « . ' ' 

X": — ' • . ■ ■ ^ . 

« ^ ' * s • 

.\ Cadets at.th6 U.S. Military Academy in leader and trainee roles at 

V ■ . i ' ■ 

Cadet FieldMraining ^(CFT)' and CBT are the subjects of 'concern for this 
particular report of the 1979 Sunmer Leadership Study. At. .CBT, we have 
usable' ARIAgS-ajidi pastHfei^ining. responses from 692 males and 86 females; 
741 cade.ts described 'a male 'squad leader and 67 described a female squad' 
leader, At'CFT, 766 males knd 75 female's provided usable respona^^s to the 
questionnaire; 726 described a'male administrative training detail platoon 
lieutfetiant ^d 115 described a female • / 



Measures , . * - 

ARIAWS . firing the new cadet nprientation. period in ^ June 1979, fresh- 




man cadets. in the traduatihg " Class, dt '1983 completed the Army Research 

V \ 

Institute Attitudes toward Women in the Military Scale (ARIAWS) . Scores 
used for Sophomore cadets in the graduating Cla^s of 1982 were those taking 
'this scale in 'August 1^1^. This seven item scale was developed ^y Woelfel*, 
Savell, Collins, & Bentler (1976). The scale assesses reactions to the 
role of feniales 4^ the Winy', with high . scores reflecting egalitarian 
'Attitudes (i.e . /-equal rbles for male and female Army, personnel) and low 
soores'as reflecting trao^tional attitudes (i/e* , .dangerous and "combat 

roles reserved for' males) .y* , ^ • , 

^ \ . . ' 

Because the seven litems have different numbers of response alternatives 

and different standard devi^^ions, we standardized each item on a z score ^ 

scale before combining them into a composite scale score. This procedure* 

adjus^ts^ for the problem of th6^4 items wi'th the larger standard de^H-ations 



receiving, greater weight; in a- jsimple -sum of^ ;:aw scor^ 



To assess* the reliability-, of- the scale creat^^d by the sxm 'of l&he sfeven 
standardized item scores , the alpha coefficient of internal consistency was. 
calculated (Cronbaah, 1951). The alpha values werfe .7^ for respondetyts at 
CBT (Class of 1983), and .'74 for respondents at CFJ (Class of iVsZ) . For' . 
purposes of the present research, this level of reliability was adequate., 

^ Post-training questaorinaire . During re-or^ganization week in' August 
1979, cadets. in tjie Class' of 1982 completed, a questionnaire in .which/ th6y 
described their .administrative platoon ieadef ' diiring CFJ.' In 6ctober 1979-, 

cadets from th^ Class t>f 1983 completed the same questionnaire (with few' 

' - * ' ^" ' ' ' L. ' 

additional items); these cadets described' the leader- follower • rel/ationship 

. ^ ^ . U . * ^ • . - 

that existed^ between* themselves and their CBT squad leader/ 

This study is concerned with those parts of thjs post-training ques- 
tionnaire reflecting the success of the unit leader and attributional 
judgments about the cafuse pf ^unit performance. Follpwing the- sugge;stion 
of Korman (1971), we used two. iiia;j6r classes qf criterion, variables reflect- 
ing leadership success: subordinat^e satisf a'ction and perfo'rmance effective- 
ness. In all, we had the five 'following measxxres as criteria' of leader 
,guccess: -subordinates perceptions of leader 'effectiveness, ynit ^eff ective- 
ness, satisfaction with own j^b, satisfaction with pe^rs , and satis faQtion ' 
with unit. . ' 

Six items were used to assess attributional^ judgments The respondent 
indicated the extent to which each factor contributed ^be performance of 
the unit." The factors were selefzted to include factors intem^il to the ^\ 
leader (leadership skill and the leader ' s, hard work), facf5rs internal to 
the followers (\mit members' skill and imit members'^ hard woi?k) , and 



factors external to- both '(good " luck and bad luck). ^ . / \ 

' ^ ■ JLSJJLZS ' ' \' 

■ Analyses Variance , "v ' < ' 

. Eight separate 2 .x 2 taxiltivariate- analyses of variance wer,e cdnducted- 

• • • - \ ■ . • . ■■ ■ ^ * ■ ' ' ' • • - 

with the SPSS MANOVA program (Cohen & Buens, 1978). For ^ach of- these 

analyses, the independent variables were Leader Gender (male- female) and 
.Follower ARIAWS (traditional-egalitarian) • For one-half of these Analyses, 
the si^ attribijtion, items were the dependent variables and for the other 
half, the five leader success scores were the depen'dent variables. Sepa- 
rate analyses were 'conducted for mal6 and female followers. The responses, 
from cadets at CBT and from cadets at CFT were al?o analyzed separately. 
The results of these eight MANOVAs are summarized in "Table' 1.* The results ^ 

*^ • ' . » 

of the univatiate toalysfes.of ^variance corresponding to the MANOVAs, are ' 
presented in Tables 2 and 3. _ . > * ^ - \ 



1;NSERT, TABLE 1 ABOUT HERE 
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Interactions ., As shoWn in Table 1, none of the predicted multivariate 
Leader Gender x\Follower ARIAWS interactions were' significants Thus., the • 
genji&r-based' attributional bias reported by Rice, 5^^d,er and Vitters (1980) 
cannot be generalized to ttt?^ ;neasures and <iata collection sites ^bf the pre- 
sent research. Also, we fomd no such interactions in the' multii/ariate 
analyses of the j^ive measTires of leader success. Thus,- with the ARIAWS 
measure of sex ^ role attitudes and cadet JLeaders in training environments, 
egalitarian followers and tfa:dit%:mil followers do not make different 



$ttributionaI or evaluative judgments r.eg^rding male and female leaders: - 
These f^^ndings failed to support eichet*^ Hypothesis 1 ot HjrpothS^is *2a. 

* , There >rjB some/ scattered interaction effects in the uniyaria*t:e analyse 
that a;re- significant or marginally significant / light of the faiiuf#^to 
find any -significant multivariate interactions, it:*is not wise to try to. 
interpret such results. However, for further ref ere^e,,.- the appropriate 
F ratio s-;2forresponding to t.^ese tmivariate analyse^ ate .presented in 
Table's 2 and *3. ^ . . • ' ^ • * 



. . Insert Table 2 & 3 About Her^ 

. • , ■ ' ' • . ■ ^ / ' . • ^ - - ' ■■ . 

. Leader Gender main effects . ' The.* significant , multivariate effect for 
Leader Gender among male foj-lowers" at GET is reflected in three univariate ' 
effects that are signific^t or jappr.oach ednventional levels , of signifi- 
c^nce. The. followers were more satisfied with their peers arid their summer 
'*aslsignmeht (and, rated their unit as ieing more effective) when led by "a 
foale jlkan wkln Ted by^ a female; For ffim^e fpllbwers, the ^gender df the. 
leader had no statistically significant impact on their post-training 
qtiestionnair«e .responses , re^flect^ng the success of the leader. These data 
are enlightening conceding how male; and female followers react to male . 
and female leaders. These data Suggest that only- the^ males at CFT are ^ 
sufficiently affected Leader Gender to yield significant effects ^ 



^ • 'Follower ARIAWS main effects . As -shown in Table 2, the n^ultivariat'e 
main effect' ±01; FoliowBr ARIAWS was significant for the attribution 
responses of males, at CBT. The mivariate ANOVAS yielded significant or- 
-marginally si-gnificant main' effects of this type for three items:, leader 



work, g0od luck, and bad. luck> Traditi'otial male foU'owers, relative t:6 
«ith^ir egalitarian coimterparts made stronger attributional judgments, on 
all three item?, . , N»facttT;?-ona_l cadets rated eacli of these three factors 
as contribut(feig more strongly%to unit performance than xiid egalitarian 
cadets . * ' ' 

■ 3 ' * 

Discussion ^ " ' • , ^ 

^ Based on the results presented above, it appears, that*' attitudes 
towards the, role. of women in the Army , as measured by the ARIAWS does not 
introduce- a consist^t and strong bias into, the way' male and female lead- 
ers are judged by their subordinates. The multivariate analyses, which 
control for the inflated alphti leviBl resulting from conducting many 
'Statistical tests, did not yield significant effect of -the type prediated. 

However, in the evaluations of leader success we did find patterns sugr 

/I * , . ' 

gesting gender-based bias. The at ttlbutional judgments showed no such 
•effects on any of these multivariate analyses. 

These results suggest -two major conclusion^. Either the ARIAWS scores 

are irrelevant to the type of judgn^nts^ as^edsed in this\ study, or the 
'cadets were gene^Sd^y* able tfo repre«^H^ir attitudes in their effort to^" 




judge their "unit leaders in an ^bject^ve fashion. The former interpreta- 
tion refrletts negatively on the constxiuct validity of the ARIAWS scale 
while ^ the latte.r interi^etation reflects positively on the integration of 
women to West Point. ' • * ^ • - 

Assigning that the ARIAWS is a Valid measure, the absence of consistent 
jgender*based bias suggests that the elements of the' West Point environment 
,^we have studied are quite healthy with regard to the issue of sexism. 



Apparently those cadets with reservations about the .appropriateness and/or 
val'tie of women in the Army can ov|^.(?ome. these attitudes when judging a 
.partieul'^ female in a supervisory role. ' Perhaps , ' it is only those cadets 
Vith extremely high oX extremely loiw ARIAWS scores .that ^show any tendency 
toward bias . ^ Most likely the general absence of strbng bias in ^ese data 
reflects both fcl^ institutional encouragement of gender fairness and the*^ 
preparation of the feniaie leaders.- The Academy has been sensitized to 
the issue of gender l^ias through numerous reports, workshops, and* specific 
incidents. More importantly it has tajden many affirmative steps 'to 
handle such problems (see the anntial Project Athena reports 'for reviews 
of such actions). A? reflected- in the present data, thests' actions have 
had a positive effect insofar as follo\^er judgments nf ^ajp and female' * 
leaders are concerned.' R^garding the preparedness of t^ female leade^^s, 
the policy of equality of training fbr male and female cadets may be 
crucial. Males and females ha^e gone through similar training, experil^ces 
it is ngt^st^r^rising l:hat. they should be jtfd^ed quite comparable by their 
followers given this equality of background. ^ - * v ^ 

As nt)ted in the introduction, there are many potefttially important 
points, of difference between th6 present study and these earlier studies. 
With the available evidence, i't is impossible to determine which of these 
points of difference is responsible for the different pattern of tesults^ 
regarding gerider-based bias in attributions reported in the various 
studies. However, there is' at least^ some spe;culation to suggest that the 
research* setting (field Vs. laboratory) may, at least in^part, be responsi- 
ble for such differences! In discussing results, C'f field and laboratory, 
st;udies of gender and leadership, Osbom and. Vickers^ 01976) concluded, 



"....artificial, short te^rm latjoratpry situations t§n'd'^o elicit 
i subject responses based on readi^y^ available stereotypes, while long- 
terin, real-life , field settlings include extensive interpersonal [- .'A 
contact that provides subjects with a' more -realistic basis for their 
behavior. Thus, lab -studies may yield deceptive data in overstating 
^ the total influence, of sex stereotyping" (p, 447). 
Both $he ].abor^tory study by Rice^efc al. (1980) , and the Garland and Price 
.(1977) study involving subject responses^to written descriptions of female' 
leaders, ate characterized by short-^term and. possibly artificial, interaction 



J^d both af these studres yielded the gender^basefd 'bias in attributional ^ 
judgments; The present study may have failed to demonstrate sUch bias 
because the iitteraction patterns were more long term and realistic, thereby 
providing respondents with information allowing them to move beyond sex 
rble stereot^es in their responses.^ Such factors vAy influence both • 
judgments of leader success and attributional judgments. This more 
temporal bias could disappear ovet time as strong institutional supports ^ 
are developed to ' enhanr€' the success^^^of women and as the pioneering women 

^)ro^ themselves dispelling stereotypic biases regarding their performance 

* * * * «• 

in masculine sex-task roles. Two other studies reported elsewhere (Adamsf 

1980, and Adams, Priest, Rice & Prince 1980) add evidence to this position. 

It may be valuable"^ to direct greatei^attenflon to the hypothesis offered 

by Osbom &.Vickers (1976). Clearly more research is needed/ 



Ta&fe 1 
% 

Summary of MANOVA Resvilts (F and df) 



s 



Class Yeari and ' Gender of Dependent ' L^der * Follower 

Training Site Followers Variables ' Gender (A> . > ARIAWS ' (B) A x B 

4' • * ' ' ^ , ' ' ' ' 

1983 CBT Male^ Attributions 1.00 (6,387) .« 3.52 (6,387) .Al (6,387) 

I 1983 CBT ' Female y^Attributl^ons * ~* , - 

^ 1982 CFT " ^ Male ^ Attributions ..78 (6,A73) : '.96 (6,A73) 1.6A (6,A73) 

1982 CFT ■ Female . Attributions I.IA (6,A1) .76 (6,A1). • .31 (6,A1) 

^ ■ . - 

1983' CBT ^. Jlale Success .67 (5,626) ■ .61 (5,626) ^83 (5,626) 

1983 CBT V Female Success ^ l.l5 (5i68) , 1.A8 (5,68>. '.26.(^,68) 
19824:FT Male Success 3. 9A**(5,,635) .97 <5,635)' 1.22 (5,635) 
1982 CFT • " Female ' Success" 1.05 (5,^62) 1.51 .(5,62) / .90(5,62). 



*There we»fi no egalitarian female follower? with female leaders, responding- to all 
the attributron Items,- therefore this analysis could not be conducted • ^, 



•P<.05 P<.01. 



" ^ • •• . Table 2. , ' 

^ F RatJLos of linivariate ANOVAs for Jiale Followers. 



Dependent "^^arlable 
Attributions r '\ 

Leader skilJ# 

Unit skill . 

Leader work 

Unit work 
C Good luck 

Bad ^uck 



Success : ^ 

Assignjncnt satisfaction 
Peer satisfaction 
Leader satisfaction 
Leader effectiveness. 
Uixit effectiveness 



?ffectt 
Training Site: 



Leader 



Follower 



Gender 


(A) 


ARIAWS 


(B) 




CFT^ 


CBT 


CFT 


.01 


.OA 


.29 


•52 


2.17 


1.00 


1.93 


1.11 


.02 


^ &,77 


3.83* 


3.71 


2.52 


.13 


.90 • 


i;oi 


2. OA 


2.95" ' 


3.98* 


.53 


.19 


.69 


9.43** 


.03 


.CBT^ 






CTT^ 


.12 


8. 19** 


.Al • 


.05 


■ .00 


11.79*** 


.12 


.2.56- 


^'.A9 • 


' .AA, 


.A7 


1.00 


.51 \ 


, .69 


' .OA 


1.6A 


2;aa. 


1.15 


.18 



Note: ■ Attribution items- are reverse scored. 



**p^.01 ***p^.O0lV 



*df -',1,478 ^df - 1,639 *^df - 1,392 ^ 



df - 1,630 
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Table 3 

» 

F Ratios of Univariate ANOVAs. for Female Followers 



« 

* • ' 1 
leader Follower / 

Effect: Gender (A) ' ARIAWS(B) - A x R-'*^ 



Dependent Variable Training Site: 




CFT^ 




CFT 


CBT^ 


» 

CFT^ 


Attributions: - - 








•f ' 






Leader skill 


— 


.03 _ 




1.24 ' 




.00 


Unit skill * . / . 


— 


•A. 88* ' 


— 


.06 




•.01 


Leader Work ^ ^ 


— 


_^.01 


— 


.09 






Unitl work 


■ — 


.00 


— 


' *.17 


— 


.80 


Good luck 




.01 


— 


* 1.18 




i24 


Bad lifck ; ' - 


i 
f 


1.07 




■ .33 


V 


.08 




crt'^ 


CFT^ 


CBT*^ 


CFT^ 




CFra 


Success: 








\ 






Assignment satisfaction 


1.63 


. .10 


6.56 


. 1.21 


.02 


.06 


Peer satisfaction ' , 


.33 


1.18 . 

« 


.10 


.73, 


• .05. 


. .12 


Leader satisfaction 


^3.96*. 


.33 ■' 


-.42" 


' 1.27 


. .92 


.00 


. Leader ef f ectivene^-s 




1.06 ■ 


.73 


■ 1.34 


.15 


.58 


Unit effectiveness 

f 


.01-L_ 


.40 


.00- 


.02 


.37 


2.74 


Note: Attribution items are reverse 


scored. 













•*df - 1,66 ' .^df - 1,46 -^-1,72 . 



^ere were no egalitarian "female followers with female leaders responding to all 
the attribution items, therefore this analysis could not be conducted -as part of 
^ the MANOVA , program. " . . • 

ERIC ' ~ 1 ' 
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